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jVAIRIOS MOKYMOSI THE MANY PERSPECTIVES 
VERTINIMO* PERSPEKTYVOS OF VALUING LEARNING 


SANTRAUKA 

Mokymosi vertinimas - tai dalyvavimo mo- 
kymosi procese bei mokymosi pasiekinuj 
(igyti} formaliuoju ar neformaliuoju budu) 
pripazinimo skatinimas, tokiu budu tampantis 
pagrindiniu mokymosi visrj gyvenimq strate- 
gics principu. Jo tikslas - pripazinti ir pagrjsti 
ankstesnio mokymosi pasiekimus bei skatinti 
tolesnj tobulejimq. Galima isskirti keturis pa- 
grin dinius mokymosi vertinimo modelius: 1) 
svietimo model}, skirtq tarn tikrq kvalifikacijq 
jgijimui, 2) tobulejimo model}, skirtq padeti 
organizacijai nustatyti jai reikalingq kompe- 
tencijq poreikj, 3) Zmogiskqjq isteklii } pletros 
(ZIP) model}, kuris padeda susieti darbuotojo 
kompetencijas su organizacijos tikslais, ir (4) 
mokymosi visq gyvenimq model}, kurio tiks- 
las yra skatinti individual^ tobulejimg. Siame 
straipsnyje mokymosi vertinimas yra aiskina- 
mas placiame Europos, kaip besimokancios 
visuomenes, kontekste. 

PAGRINDINig SAVOKg APIBREZIMAI 

• Besimokanti visuomene - tai visuomene, 
kuri supranta mokymosi svarbg ir verty, skati- 
na zmones mokytis visrj. gyvenimq ir kiekvie- 
nam sudaro srjlygas mokytis bei lavintis * 1 . 

* Mokymosi vertinimas (angl. valuing learning ) siame straip- 
snyje traktuojamas kaip vertes ir reiksmes suteikimas moky- 
mosi procesui ir jo metu jgytiems pasiekimams (red. past.) 

1 Internetinis adresas: www.dest.gov.au/sectors/training_ 
skills/policy_issues_reviews/key_issues 


ABSTRACT 

Valuing Learning is the process of promoting 
participation in and outcomes of (formal or 
non-formal) learning and as such the organ- 
ising principle for lifelong learning strategies. 
It aims at the recognition and validation of 
prior learning (VPL) and further develop- 
ment. Four main models of Valuing Learn- 
ing can be distinguished: (1) the educational 
model for initiating particular qualifications, 
(2) the upgrade model for determining an 
organisations need for competences, (3) the 
Human Resource Development (HRD) model 
for matching employees’ competences to or- 
ganisational aims, and (4) the lifelong learning 
model for supporting personal development. 
In this article Valuing Learning is explained 
in the broad context of Europe’s development 
as a learning society. 

DEFINITIONS OF KEYWORDS 

• Learning society - a society in which learn- 
ing is considered important or valuable, 
where people are encouraged to continue to 
learn throughout their lives, and where the 
opportunity to participate in education and 
training is available to all L 

• Competence - an ability that extends be- 
yond the possession of knowledge and skills. 


1 Available at: www.dest.gov.au/sectors/training_skills/ 

policy_issues_reviews/key_issues 
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• Kompetentingumas - gebejimas, kuris yra 
daugiau, nei zinios bei jgudziai; jis apima: 1) 
kognityvinj, 2) funkcinj, 3) individual^ ir 4) 
etinj kompetentingumq (EU Knowledge sys- 
tem for lifelong learning). 

• Mokymasis visq gyvenimq - apima bet kokiq 
zmogaus gyvenime vykusiq mokymosi veiklq, 
kurios tikslas yra ziniij, jgudziq/komptenci- 
jij ir/arba kvalifikacijq jgijimas asmeniniais, 
socialiniais ir/arba profesiniais tikslais (EU 
Knowledge system for lifelong learning). 

• Mokymosi pripazinimas - tai savaiminiu ir 
neformaliuoju budu jgyto mokymosi pasieki- 
mq vertinimas ir pripazinimas. Pripazinimas 
dazniausiai yra susijys su didesnes apimties 
nei formaliojo mokymosi sertifikatij suteiki- 
mo procese vert in amp zinip bei jgudzip pa- 
tvirtinimu (EU Knowledge system for lifelong 
learning). 

• Mokymosi rezultatai - teiginiai, kuriais nu- 
sakoma, kp besimokantysis zino, supranta 
ir gali atlikti mokymosi proceso pabaigoje, 
kitaip tai jvardijama kaip zinios ir gebejimai 
(Europos Parlamento ir Europos Tarybos re- 
komendacijos del Europos kvalifikacijq siste- 
mos mokymuisi visq gyvenimq jvertinti, 2008 
balandis). 

• Mokymosi vertinimas - dalyvavimo moky- 
mosi procese bei mokymosi pasiekimp (igytp 
formaliuoju ar neformaliuoju budu) pripa- 
zinimo/siekimo skatinimo procesas, kurio 
tikslas yra suteikti daugiau informacijos apie 
tikrpjp mokymosi vert£ ir jvertinti mokymosi 
pasiekimus (EU Knowledge system for lifelong 
learning). 

• Neformalusis mokymasis - mokymasis, ku- 
ris yra suplanuotos, bet spmoningai mokymu- 
si nepavadintos veiklos (mokymosi uzdavinip, 
laiko ir paramos besimokanciajam poziuriu), 
turincios svarbip mokymosi elementp, dalis. 
Besimokanciajam neformalusis mokymasis 
yra tikslingas mokymosi procesas. Toks moky- 
masis nera kokia nors forma jteisinamas (EU 
Knowledge system for lifelong learning). 


It includes: 1) cognitive competence; 2) func- 
tional competence; 3) personal competence; 
and 4) ethical competence (EU Knowledge 
system for lifelong learning). 

• Lifelong learning - embraces all learning 
activity undertaken throughout life, with the 
aim of improving knowledge, skills/compe- 
tences and/or qualifications for personal, so- 
cial and/or professional reasons (EU Knowl- 
edge system for lifelong learning). 

• Validation of learning - the process of as- 
sessing and recognising learning, including 
non-formal and informal learning. Validation 
usually refers to the process of recognising a 
wider range of skills and competences than is 
normally the case within formal certification 
(EU Knowledge system for lifelong learning). 

• Learning outcomes - statements of what a 
learner knows, understands and is able to do 
on completion of a learning process, which 
are defined in terms of knowledge, skills and 
competence. (Recommendation of the Eu- 
ropean Parliament and of the Council on the 
establishment of the European Qualifications 
Framework for lifelong learning, April 2008) 

• Valuing learning — the process of promot- 
ing participation in and outcomes of (formal 
or non-formal) learning, in order to raise 
awareness of its intrinsic worth and to reward 
learning (EU Knowledge system for lifelong 
learning). 

• Non-formal learning - learning which is 
embedded in planned activities not explicitly 
designated as learning (in terms of learning 
objectives, learning time or learning support), 
but which contain an important learning el- 
ement. Non-formal learning is intentional 
from the learners point of view. It normally 
does not lead to certification (www.cedefop. 
gr EU Knowledge system for lifelong learning). 

• Informal learning - learning resulting 
from daily activities related to work, family 
or leisure. It is not organized or structured 
(in terms of objectives, time or learning 
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• Savaiminis mokymasis - mokymasis kas- 
dienes veiklos procese, namuose arba laisva- 
laikiu. Toks mokymasis neturi aiskios organi- 
zacines strukturos (kalbant apie uzdavinius, 
laikq ar pagalbq mokantis). Savaiminis moky- 
masis, zvelgiant is besimokanciojo perspek- 
tyvos, dazniausiai nera is anksto suplanuotas. 
Paprastai tokio mokymosi pasiekimai nera 
sertifikuojami, kokia nors forma jteisinami 
{EU Knowledge system for lifelong learning). 

• Ziniij. visuomene - tai visuomene, kurioje 
kuriama, dalijamasi ir naudojamasi ziniomis 
savo zmoniq gerovei sukurti 2 . 

(VADAS 

Mokymasis visq gyvenimq - tai naudojima- 
sis savo asmeninemis kompetencijomis. Kie- 
kvienam pravartu zinoti, kad zmones mokosi 
visada ir visur, o dar svarbiau, kad ne visada 
sqmoningai ar paciq pasirinktame kontekste. 
Vis dar neaisku, kaip ir kiek zmones sqmonin- 
gai tuo naudojasi. Siuolaikineje besimokancio- 
je visuomeneje pagrindinis demesys yra arba 
turetq buti skiriamas siems individualiems 
mokymosi procesams. Taciau tarn trukdo 
formalios mokymo, lavinimo ir vertinimo 
procedures, kurios apibrezia tik labai riboty 
individualaus mokymosi potencialo ar kom- 
petencijij dalj. Kalbant apie optimali;j veiklcj. 
darbo rinkoje ir socialines funkcijas, esminiai 
yra neformaliojoje ir savaiminio mokymosi 
aplinkose jgyti gebejimai. Butent kaip tik sio 
neformaliojo bei savaiminio mokymosi pro- 
cese vadinamasis besimokantis asmuo is tiesi} 
demonstruoja savo galimybes; taigi mokymosi 
vis;}, gyvenim;} strategija ir turi numatyti, kaip 
tokj mokymosi vertinti. Tik sutelkus demesj j 
vis^ asmens mokymosi potencial^ isgrindzia- 
mas kelias mokymuisi vis^ gyvenim^, kuris 
sujungia asmens galimybes su visuomenes po- 
reikiais; vienaip ar kitaip, jeigu besimokantysis 

2 Internetinis adresas: www.digitalstrategy.govt.nz/Media- 
Centre/ Glossary-of-Key-Terms 


support). Informal learning is in most cases 
unintentional from the learners perspective. 
It typically does not lead to certification {EU 
Knowledge system for lifelong learning). 

• Knowledge society - a society that creates, 
shares and uses knowledge for the prosperity 
and well-being of its people 2 . 

INTRODUCTION 

Lifelong learning is about making use of 
personal competences. Everyone should be 
aware that people are always learning every- 
where, and above all, not always in a con- 
scious or self-chosen context. The degree in 
which people are consciously building on 
this is still strongly underexposed and un- 
der-utilised. In the modern learning society, 
the focus is or should be on these individual 
learning processes. A complicating factor 
in dealing with this focus is that the formal 
procedures of teaching, training and assess- 
ment describe only a very limited part of the 
individual learning potential or competences. 
Competences acquired in informal and non- 
formal learning environments are however 
essential for optimal performance on the la- 
bour market and/or in social functions. It 
is in this informal and non-formal learning 
that the so-called learning individual really 
demonstrates his/her potential; it’s up to life- 
long learning strategies to value this learning. 
Only by focusing on the total learning po- 
tential of the individual the road is paved for 
lifelong learning that connects this potential 
with society’s needs; after all, if the learner 
him- or herself is able to define, value and de- 
velop the full potential, he/she will be more 
employable and supportive to economic and/ 
or social goals of society. 

In this article the focus is on the opportu- 
nities of opening up the individual’s learning 

2 Available at: www.digitalstrategy.govt.nz/Media-Centre/ 
Glossary- of- Key- Terms 
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gali apibrezti, jvertinti ir pletoti visas savo ga- 
limybes, jis/ji tures daugiau galimybip jsidar- 
binti ir daugiau prisides prie visuomenes eko- 
nominiij ir socialiniij tikshj jgyvendinimo. 

Siame straipsnyje rasoma apie asmens mo- 
kymosi potencialo, svarbaus jvairaus pobudzio 
visuomenes tikslams jgyvendinti, atverimo 
galimybes. Tai procesas, kuriame mokymosi 
vertinimas yra budas parodyti daugyb^ indivi- 
dualaus mokymosi potencialo pritaikymo bet 
kuriame visuomeniniame kontekste galimybip. 

Is pradziij bus aptarta mokymosi vertini- 
mo, kaip organizacinio principo, esme. Po to 
bus pateiktas issamesnis principo paaiskini- 
mas, demonstruojant keturis jo panaudojimo 
visuomenineje veikloje modelius. Keletas sip 
modelii} pavyzdzip leis geriau suvokti jij esm<y 
Situacijp. apibudinus bendrais bruozais, bus 
kalbama apie buting individual^ poziurj bei 
sav^s vertinimo ir vertintojo vaidmenis isnau- 
dojant kiekvieno atskiro asmens mokymosi 
potencialg. Isvadose bus nubreztos gaires, kg. 
reiketp dar nuveikti, norint jdiegti mokymosi 
vertinimo procesg mokymosi visg gyvenimg 
strategijoje. 

1 

MOKYMOSI VERTINIMAS KAIP 
PRINCIPAS IR KAIP PROCESAS 

Mokymasis visg gyve ni mg yra pagrjstas prie- 
laida, kad pirminio issilavinimo nepakanka 
visq gyvenimq besitgsianciai socialinei ir eko- 
nominei karjerai. Zmonems be galo svarbu 
pletoti savo kompetencijas (jgudzius, zinias, 
nuostatas ir siekius) visg gyvenimg suvokiant, 
kad „jp taure jau puspilne" ir kad kiekvienas 
is mu si} nuolat mokosi bet kurioje mokymosi 
aplinkoje: formaliojoje (mokykloje), nefor- 
maliojoje ir savaiminio mokymosi (darbo 
vieta, namai). Kitaip sakant, mokymasis visg 
gyvenimg, be visa kita, reiskia ir „mokymosi 
vertinimg“, t. y. nuolatos vykstancio mokymosi 
vertinimg ir mokymgsi vertinti tuo tikslu, kad 


potential for different societal goals. This is 
seen as a process in which valuing learning 
shows the many perspectives for the individ- 
ual learning potential in any given, societal 
context. 

First a description will be made of the 
nature of Valuing Learning as an organising 
principle. Then the principle will be clari- 
fied by showing the four models for using it 
in society’s practice. A few examples of these 
models will provide some insight. After set- 
ting the scene in this way the focus will be on 
the necessary personal approach and the role 
of self-assessment and the assessor in making 
use of one’s learning potential. The conclu- 
sion will provide a roadmap for further steps 
in implementing Valuing Learning as a pro- 
cess in lifelong learning strategies. 

1 

VALUING LEARNING AS PRINCIPLE 
AND PROCESS 

Lifelong learning is based on the assumption 
that initial education is no longer enough for a 
lifetime social-economic career It is more im- 
portant for people to develop their competenc- 
es (skills, knowledge, attitude & ambitions) 
throughout life by realising that 'their glass is 
already half filled’ and by understanding that 
everyone always learns in every possible learn- 
ing environment: formal (school), non-formal 
and informal environments (working place, at 
home). In other words, lifelong learning above 
all means ‘Valuing Learning’, i.e. valuing the 
Learning that is constantly taking place and 
learning the Valuing in order to start up stimu- 
lating and developing lifelong learning in an 
effective and efficient way. Valuing Learning 
in this respect is not only a process underpin- 
ning lifelong learning strategies but also the 
organising principle for designing these strate- 
gies. Evidence for this approach comes from 
the European research project “Managing 
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efektyviai ir kvalifikuotai butq pradetas jkve- 
piantis ir tobuleti skatinantis mokymosi vis;j 
gyvenimq procesas. Siuo poziuriu mokymosi 
vertinimas yra ne vien tik mokymosi visq gy- 
ve nun;} strategijas pagrindziantis procesas, 
bet ir sip strategijq kurimo principas. Sis po- 
ziuris grindziamas europiniu tyrimq projek- 
tu „Eur opines jvairoves valdymas mokymosi 
visp gyvenimp procese 2005 - 2007“ (Leonar- 
do da Vinci programos projektas NL/05/C/F/ 
TH-81802; taip pat zr. Duvekot, et al, 2007). 

Tyrimo tikslas - pateikti besimokancios 
visuomenes apibrezimp, paremtp vienuolikos 
Europos salip pelno siekiancip, pelno nesie- 
kiancip ir savanoriskp organizacijp veiklos ana- 
lizes duomenimis. Tyrimas, paremtas tikrais 
perejimo nuo dabartines zinip visuomenes prie 
besimokancios visuomenes jrodymais, parode, 
kad „Mokymosi vertinimas" yra ir principas, ir 
procesas. Visuomene keiciasi j besimokancip 
visuomen^, kur poreikis tinkamai subalansuoti 
pagrindinip mokymosi visp gyvenimp proceso 
dalininkp - asmenp, organizacijp ir mokymosi 
sistemp - jtakp, jgyja naujp pavidalp, ir besimo- 
kantysis turi te i s<g daryti jtakp mokymosi visp 
gyvenimp strategijp formavimui. Pagrindiniai 
sio perejimo pokyciai apmpstomi remiantis 
penkiais lygmenimis: 

• ekonominiame lygmenyje demesys su- 
telkiamas j darbo paieskp ir jo islaikymp (jsi- 
darbinimo galimybes); 

• socialiniame lygmenyje siekiama mo- 
tyvacijos, reintegracijos, individualip kompe- 
tencijp vadybos ir individualaus tobulejimo; 

• svietimo lygmenyje susitelkiama j kva- 
lifikacijp, modernizavimp, patobulinimp arba 
pasiekimp aplanko praturtinimp sukuriant 
ir taikant j mokymosi rezultatp orientuotus 
ir mokymosi pasiekimp ismatavimui skirtus 
standartus; 

• pilietin^ visuomen^ (pilietiskumo ak- 
tyvinimas) galima jvardyti kaip ketvirtp po- 
kycip veikiamp lygmenj kalbant apie pilietinj 
aktyvump, savanoriskas iniciatyvas, pilietinj 
spmoningump , reintegracijp; 


European Diversity in lifelong learning 2005- 
2007”. (Leonardo project NL/05/C/F/TH- 
81802; see also Duvekot, et al, 2007). 

The research aimed at showing the outline 
of the learning society by analysing case stud- 
ies in the profit, non-profit and voluntary sec- 
tors in eleven European countries. The analy- 
sis showed that ‘Valuing Learning’ is as much 
a principle as a process, giving true evidence 
of the transition from the present knowledge 
society towards the learning society. Society 
changes to a learning society where the need 
for a good balance of power between the main 
stakeholders in lifelong learning - individuals, 
organisations and the learning system - will 
be reshaped and the learner will get a real say 
in designing lifelong learning strategies. The 
main changes of this transition will be reflect- 
ed on five levels: 

• Economically, aiming at getting and/or 
keeping a job (employability), 

• Socially, aiming at motivation, reinte- 
gration, self-management of competences 
and personal development (empowerment), 

• Educationally, aiming at qualification, 
updating, upgrading or portfolio-enrichment 
by means of creating output-oriented stand- 
ards focusing on learning outcomes and 
learning made to measure, 

• A fourth level on which the change is 
having its impact, can also be distinguished, 
the civil society, aiming at social activation, 
voluntary activities, societal awareness & 
reintegration and citizenship (activating 
citizenship), 

• On the macro-level finally, authorities 
and social partners are responsible for organ- 
ising the match between these levels by means 
of legislation, regulations, labour agreements, 
fiscal policy, training funds, etc. 

‘Valuing learning’ as an organising prin- 
ciple reflects the change towards a learning 
society in which the individual learner has 
and takes more responsibilities for his/her 
own, personal learning process. It also means 
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• makrolygmenyje valdzios institucijos ir 
socialiniai partneriai atsako uz anksciau jvar- 
dytq lygmenij susie jimq jstatyrmj, taisykliq, 
darbo sutarciq, mokesciq politikos, mokymui 
skirtij lesq ir 1. 1 budu. 

Mokymosi vertinimas, kaip organizacinis 
principas atspindi perejimo prie besimokan- 
cios visuomenes tendencijij, kur kiekvienas 
besimokantysis turi prisiimti daugiau atsako- 
mybes del savo paties mokymosi. Tai taip pat 
rodo, kad kiekvienas besimokantysis_keicia 
esamq mokymosi proceso „pusiausvyrq“, ka- 
dangi jsitraukia j mokymosi visq gyvenimq 
proceso valdymq, pasitelkdamas individualiq 
pasiekimi} aplankq. Siame pasiekimij aplanke 
dokumentuojami tinkamais jrodymais pagrjs- 
ti mokymosi pasiekimai. Daznai pasiekiimj 
aplanke pateikiamas netgi individualaus tobu- 
lejimo planas. Tokie pasiekinuj aplankai suku- 
ria kitokkj mokymosi proceso pusiausvyrq bei 
yra asmens socialinio identiteto dalis; be to, jie 
nurodo jo tobulejimo organizacijos ir visuo- 
menes kontekste kryptis. 

Mokymosi rezultatij akcentavimas yra 
glaudziai susijqs su bendrij Europos svieti- 
mo ir lavinimo strukturq kurimu, Europos 
kreditij perkelimo sistema (EKPS) ir Europos 
kvalifikacijq sistema (EKS). Taigi mokymosi 
vertinimas padeda pasalinti kliutis, trukdan- 
cias darbo jegos judejimui tarp atskirij saliq ir 
ekonomikos sakij. Nacionaliniame lygmenyje 
mokymosi rezultatai yra pagrindinis profesi- 
nio rengimo (PR) ir aukstojo mokslo (AM) 
kvalifikacijij sistemos modernizavimo, skirto 
ekonomines pletros, socialines sanglaudos ir 
pilietiskumo skatinimui, elementas. Sie moky- 
mosi vertinimo elemental pateikti 1 lenteleje. 

Svarbios besimokancios visuomenes, ku- 
rioje galima iki galo pasinaudoti auksciau 
jvardytais privalumais, scjlygos: 

• Skaidri, j rezultatus orientuota ziniij 
infrastruktura. 

• Pasitikejimo atmosferos, paremtos esa- 
ma kokybes sistema, kuri pagrjsta dabarti- 
nip mokyklose, kolegijose ir universitetuose 


that the individual learner changes the exist- 
ing ‘balance of power’ in learning processes 
because he/she will be co-steering lifelong 
learning with a portfolio. In this portfo- 
lio, the learning outcomes that he/she has 
achieved are documented together with the 
relevant evidence. In many cases the portfo- 
lio even encompasses an action plan for per- 
sonal development. Such portfolios create a 
new balance within learning as a process and 
contribute to the individual’s social identity; 
above all, they show the road-map for per- 
sonal development in the context of the or- 
ganisation and the society. 

The emphasis on learning outcomes is 
in line with the development of common 
structures of education and training across 
Europe and is associated with the European 
Credit Transfer System (ECTS) and the Euro- 
pean Qualification Framework (EQF). Thus 
Valuing Learning as such contributes to the 
removal of barriers to the mobility of labour 
between countries and between sectors. At 
national levels, learning outcomes are a cen- 
tral part of the modernisation of qualification 
systems and frameworks in order to innovate 
Vocational Education and Training (VET) 
and Higher Education (HE), to stimulate 
economic development and to promote so- 
cial cohesion and citizenship. These goals of 
‘Valuing Learning’ are shown in Table 1. 

Important conditions for creating a learn- 
ing society in which these benefits come to full 
bloom: 

• A transparent, output-oriented knowl- 
edge infrastructure; 

• Creating trust by focusing on the al- 
ready available quality- system based on 
the judgement of the existing assessment 
processes used by schools, colleges and 
universities; 

• A transparently structured education 
sector, that allows a flexible flow of partici- 
pants from one layer of sector to another, 
both intra- as well as inter-sectoral; 
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1 lentele. Mokymosi vertinimo tikslai 
Table 1 . Goals of 'Valuing Learning' 


MOKYMOSI VERTINIMO TIKSLAI / GOALS OF ‘VALUING LEARNING’ 

Individualus 

Asmeninio indelio j mokymosi process skatinimas; mokymosi pasiekimp demonstravi- 
mas; mokymosi biografijos arba pasiekimp aplanko formavimas. 

Individual 

Stimulating self- investment in learning; showing learning outcomes; building up a lear- 
ning biography or portfolio. 

Organizaciniai 

Kompetencijp valdymo sistemos formavimas ir darbuotojp asmeninio indelio jgyti ir 
jvardyti kompetencijas skatinimas; mokymosi visp gyvenimp strategijos kurimas zmo- 
giskpjp isteklip valdymo sistemoje. 

Organisation 

Building up competence management and facilitating employees’ self-investment and 
articulation of competences; designing lifelong learning strategies in Human Resource 
Management. 

PR/ AM 

Mokymosi turinio ir realip mokymosi poreikip suderinamumas; ismatuojamo moky- 
mosi pasiula; mokymosi rezultatp akcentavimas; mokymosi visp gyvenimp galimybip 
realizavimas. 

VET/HE 

Matching learning to real learning needs; offering learning-made-to-measure; focus on 
learning outcomes; facilitating lifelong learning strategies. 

Pilietines 

visuomenes 

Pilietiskumo skatinimas; mokymosi rezultatp aiskumas ir skaidrumas pilietineje visuo- 
meneje; spsajos su kitomis perspektyvomis (kvalifikacija, karjera). 

Civil Society 

Activating citizenship; transparency of learning outcomes in the civil society; linkages 
with other perspectives (qualification, careers). 

Makrolygmuo 

Siejamas su vyriausybip bei socialinip partnerip strategija ir jp atsakomybe kuriant 
palankius mokymuisi visp gyvenimp jstatymus ir taisykles. 

Macro-level 

Concerns policies of governments and social partners and their responsibilities for crea- 
ting favourable conditions for lifelong learning through laws and regulations. 


Informacijos saltinis / Source: Duvekot, et al, 2007 


naudojami] vertinimo procesij sprendimais, 
sukurimas. 

• Skaidri svietimo sektoriaus struktura, 
kuri sudaro galimybes jos dalyviams laisvai 
judeti is vieno sektoriaus lygmens j kitp, t. y. 
tiek sektoriij viduje, tiek tarp sektorip. 

• Universalios, skaidrios ir ekvivalentis- 
kos procedures bei ataskaitos apie pripazintas 
kompetencijas. 

• Glaudus svietimo institucijp ir jas su- 
pancios aplinkos (jmones, vyriausybines ins- 
titucijos, bedarbip reintegracijp j darbo rink;} 
organizuojancios institucijos) rysiai. 

• Individuality mokymosi krypcip/pro- 
gramty sudarymo bei jgyvendinimo galimy- 
bip kurimas. 

• Lankscip individualaus mokymosi pro- 
gramp finansavimo galimybes, pvz., individu- 
alaus mokymosi spskaita. 


• Universal, transparent and inter- 
changeable procedures and reports on the 
competences that have been valued; 

• Close relations between educational 
institutions and their surroundings (enter- 
prises, government institutions, institutions 
in the field of (re)integration of unemployed 
into the labour market); 

• Creating possibilities for developing 
and executing individual tailor made learn- 
ing paths; 

• Facilities for financing flexible tailor 
made individual learning routes, such as an 
individual learning account; 

• Clear communication to citizens about 
the technical and financial arrangements for 
education and ‘valuing learning’; 

• Development of an individual right for 
portfolio-assessment and career-advice. 
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• Aiskios informacijos apie techninius 
bei finansinius svietimo ir mokymosi ver- 
tinimo organizavimo aspektus pateikimas 
pilieciams. 

• Individualaus pasiekimij aplanko ver- 
tinimo ir individualiq konsultacijq karjeros 
klausimais galimybiq sudarymas. 

2 

KETURI MOKYMOSI VERTINIMO 
MODELIAI 

Mokymosi vertinimu siekiama akivaizdziai 
matomij ir pasleptq zmoniq jgudziq jverti- 
nimo ir pripazinimo. Trukstanuj ziniq bei 
jgudziq issiaiskinimas nera sio proceso tiks- 
las. Priesingai, jo tikslas yra esamp ziniq bei 
jgudzip panaudojimas: kitais zodziais tariant, 
uzuot laikiusis poziurio, kad kazkieno tau- 
re pustuste, mokymosi vertinimu siulomas 
kitas variantas - zvelgti j jp kaip j puspiln^ 
(Werkgroep EVC, 2000). Galima isskirti to- 
kius keturis pagrindinius mokymosi vertinimo 
modelius: 

• Svietimo modelis, skirtas tam tikros 
kvalifikacijos suteikimui. 

• Tobulejimo modelis, skirtas organizaci- 
jp ir asmenp mokymosi bei lavinimo porei- 
kiams issiaiskinti. 

• ZIP modelis, kuriame darbuotojp 
kompetencijos susiejamos su organizacijos 
tikslais. 

• Mokymosi visq gyvenimq modelis, skir- 
tas individualiam tobulejimui palaikyti. 

Mokymosi vertinimo procedura reali- 
zuojama jvairiais budais. Joje visuomet gali- 
ma isskirti tris etapus: kompetencijp atpazi- 
nimq bei ivardijim;p mokymosi pasiekimp 
vertinim;j ir naujos mokymosi veiklos plana- 
vim;j (asmeninj tobulejim^). Sip procedurp 
rezultatai padeda pasinaudoti individualio- 
mis kompetencijomis bei planuoti asmeninio 
tobulejimo veiklp Be to, mokymosi vertinimo, 
kaip PR ir AM principo, jgyvendinimo esme 


2 

THE FOUR MODELS OF VALUING 
LEARNING 

Valuing Learning is intended to recognise and 
to valuate both visible and invisible skills of 
people. It is not focused on highlighting the 
lack of knowledge and skills but precisely the 
opposite - to take stock of existing knowledge 
and skills: in other words, rather than being 
half empty, Valuing Learning takes the view 
that someone’s glass is half filled (Werkgroep 
EVC 2000). We can describe four main models 
of Valuing Learning as: 

• an educational model for initiating a 
particular qualification; 

• an upgrade model for determining ed- 
ucational/training needs of organisations or 
individuals; 

• a HRD model for matching employees’ 
competences to organisational aims; 

• a lifelong learning- mo del for supporting 
personal development. 

Procedures for Valuing Learning are im- 
plemented in a variety of ways. Three steps 
can always be distinguished: identifying 
competences and raising awareness (recog- 
nition), assessing competences (validation) 
and planning new learning activities (per- 
sonal development). Possible implications 
of these procedures are promoting personal 
self-management of competences and per- 
sonal development activities. Apart from that 
building bridges between non formal and for- 
mal learning and between education and the 
labour market in order to facilitate lifelong 
learning from the diversity of perspectives on 
the four models is at the heart of implement- 
ing Valuing Learning as a principle in VET 
and HE. 

Despite the diversity, a structure can be 
defined for the demand and supply sides 
within the broad field of validation-servic- 
es. The structuring is based on The objective 
(what is the expected effect?) and the context 
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yra formaliqjo ir neformaliojo mokymosi bei 
svietimo ir darbo rinkos institucijij susieji- 
mas kaip prielaida mokymuisi viscj gyvenimq 
jgyvendinti atsizvelgiant j perspektyvq, ap- 
imancii] keturis anksciau paminetus mode- 
lius, ivairov^. 

Nepaisant jvairoves, egzistuojancios di- 
dziuleje kvalifikaciji) pripazinimo paslaugas 
teikianciij institucijq sferoje, galima apibrezti 
paklausos ir pasiulos strukturq. Struktura pa- 
remta tikslu (kokio efekto tikimasi?) ir kon- 
tekstu (kuri vertinimo kriterijq struktura ar 
palyginimo etalonas taikomas?). 

Jeigu auksciau paminetomis dviem ei- 
lutemis pasinaudosime kaip geometrinemis 
asimis, gausime keturis skirtingus mokymo- 
si vertinimo laukus, atspindincius skirtingus 
kontekstus ir turincius skirtingus tikslus: ke- 
turi mokymosi vertinimo modeliai. 


(which reference framework or benchmark is 
applied?). 

Interpreting these two lines as a pair of 
axes, gives us four fields in which Valuing 
Learning can be used to serve a particular goal 
within a particular context: the four models of 
Valuing Learning. 

A short typology of the four models pro- 
duces the following description: 

1. Valuing Learning as a bridge between 
VET/HE and the labour market: the educa- 
tional model 

The function of Valuing learning in this 
model is aiming primarily at providing quali- 
fication on the levels of VET and HE. The two 
most important forms in which this model 
occurs: 

• Traditional exemption policy based 
on previously acquired qualifications, which 


Bet kuri strukturine 
kvalifikaciji) sistema 
Each structuring reference 
framework 


Kvalifikacija 

Qualification 


3. 

ZIP modelis 
HRD model 



4. 

Mokymosi visq gyvenim^ 
modelis 

Model for lifelong learning 





1 . 

Svietimo modelis 
Educational model 



2. 

Tobulejimo modelis 
Upgrade model 


Profesine karjera 
Career (development) 


PR/AM kvalifikaciji) 
sistema 

VET/HE qualification 
structure 


Informcijos saltinis / Source: 
Feenstra, et al, 2003. 


1 pav. Keturi mokymosi vertinimo modeliai 
Fig. 1 . The four models of 'Valuing Learning' 
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Trumpas keturii} modelii} tipi} aprasas: 

1. Mokymosi vertinimas kaip jungiamoji 
grandis tarp PR/ AM ir darbo rinkos: svietimo 
modelis 

Mokymosi vertinimo funkcija siame 
modelyje yra visq pirma PR ir AM lygmens 
kvalifikacijq suteikimas. Dvi pagrindines sio 
modelio formos: 

• Tradicine, anksciau jgytomis kvalifika- 
cijomis paremta privilegiji} politika, kur atsi- 
zvelgiama tik j formalq ankstesnj mokymosi 
ir jj atspindincius pazymejimus. 

• Neabejotinais jrodymais paremta 
privilegiji} politika; formaliuoju ir savaimi- 
niu budu jgytos zinios ir gebejimai taip pat 
vertinami. 

Tinkama kvalifikacijos kokybe yra svar- 
biausia vertinimo gaire, nes uz jos pripazi- 
nimq ir akreditavimq atsako kvalifikacijos 
suteikejas (kvalifikaciji suteikianti svietimo 
institucija). Kvalifikaciji suteikianti svietimo 
institucija neatsako uz kvalifikacijos siekian- 
cio asmens tikslus ir uz tai, ar kvalifikacijos 
suteikimas yra geriausias sip tikslq jgyvendi- 
nimo budas. Siame modelyje paslaugos tei- 
kejas pateikia geros kokybes produkti: kva- 
lifikacijas ir diplomus, rodancius kitur jgytas 
kompetencijas. 

Siq sritj siuloma tobulinti toliau, suku- 
riant individualiam vartojimui pritaikytus 
mokymosi paketus. 

2. Mokymosi vertinimas kaip pirmines 
kvalifikacijos jsigijimo modelis: tobulejimo 
modelis 

Vertinant mokymisi pagal sj modelj de- 
mesys sutelkiamas j tai, kokii jtaki akredita- 
vimas ir pazymejimp suteikimas daro turimo 
darbo islaikymui ar jsidarbinimo galimy- 
bems. Sio modelio formos yra: 

• Kandidato darbines veiklos metu jgy- 
tp (formaliai ar neformaliai) kompetencijp 
siekiamai kvalifikacijai jgyti atpazinimas ir 
pripazinimas. Siame procese taikoma proce- 
dura ir priemones naudojamos taip, kad kuo 
labiau atitiktp individually darbo aplinky. 


looks only at prior formal education and the 
relevant certificates; 

• Exemption policy based on broader 
evidence; competences acquired non-formal- 
ly or informally are also assessed. 

A proper qualify of the qualification is the 
primary benchmark, as it must be recognized 
and accredited on the responsibility of the pro- 
vider (the qualifying educational institution). 
The goals that applicants aim to achieve by ob- 
taining qualifications, and whether qualifica- 
tion is the best way to reach these goals, are not 
the providers primary concern. In this model, 
the provider supplies a good quality product: 
qualifications and diplomas for competences 
acquired elsewhere. 

Development is offered in this sphere by 
providing a customized, educational package. 

2. Valuing Learning as model for acquisi- 
tion of initial qualifications: the upgrade model 

Valuing Learning in this model focuses on 
the contribution made by accreditation and 
certification to obtaining or retaining employ- 
ment. Forms that occur in this sphere are: 

• Recognition and accreditation of com- 
petences that have been acquired (formally 
and informally) in the context of the occupa- 
tion pursued by the candidate. The procedure 
and tools used are tailored as far as possible 
to the individual work environment. 

• Recognition and accreditation of com- 
petences that have been acquired (formally 
and informally) in the context of the occupa- 
tion that the candidate intends to maintain or 
pursue. 

Valuing Learning is tailored to the em- 
ployment goals of the candidate. The compe- 
tences in his/her specific context are tailored 
to that objective. Obtaining initial qualifica- 
tions in an effective and efficient way is at the 
heart of this model: only the necessary train- 
ing - if needs be - has to be formulated. 

Providers select and design the way in 
which the whole process is shaped, and with- 
in that process educational institutes act as 
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• Kandidato darbines veiklos metu igytij 
(formaliai ar neformaliai) kompetencijij turi- 
mai kvalifikacijai islaikyti arba gauti atpazini- 
mas ir pripazinimas. 

Mokymosi vertinimas yra pritaikytas 
prie kandidato jsidarbinimo tikslij. Jos/jo 
specifines aplinkos kompetencijos yra pri- 
derintos prie sio tikslo. Sio modelio tikslas 
yra efektyvus pirmines kvalifikacijos gavi- 
mo budas: numatomi tik butini - jeigu to 
reikia - apmokymai. 

Paslaugos teikejai pasirenka ir suplanuo- 
ja visq process, o svietimo institucijos atlie- 
ka visij arba dalies paslaugij tiekejij funkcijq. 
Tobulejimq garantuoja individualizuotos for- 
maliojo ir neformaliojo mokymosi formos. 

3. Mokymosi vertinimas, kaip kompeten- 
cijq atnaujinimo bet kuriame strukturuotame 
kontekste modelis: ZIP modelis 

Siame modelyje pagrindinis mokymosi 
vertinimo tikslas - kompetencijij, nepaten- 
kanciq j PR/ AM kontekst£j, pripazinimas. 

Formaliuoju ir/ar neformaliuoju budu 
mokymosi ir/ar darbinese situacijose zmo- 
nes jgyja gebejimus, kurie ne visada gali buti 
susieti su esamomis PR/ AM kvalifikacijo- 
mis. Sakiniai mokymo institutai, kompanijij 
mokyklos ar savanoriskai veikiancios aukstu 
profesionalumu pasizymincios organizacijos 
(sporto asociacijos ir t ,t.) yra organizacijij, 
kurios atsako uz kitais standartais pagristij 
kompetencijij pripaziniimj, pavyzdziai. 

Mokymosi vertinimo tikslas siame mo- 
delyje yra asmenp tobulejimas specifiniame 
kontekste siekiant, kad jie neprarastij jsidar- 
binimo galimybip, ir aplinkos, reikalingos 
konkreciai profesinei veiklai, sukurimas. Pa- 
slaugos teikejas siulo geros kokybes produk- 
tij: kvalifikacijas, pazymejimus ir diplomus, 
suteiktus uz kitur jgytas kompetencijas. In- 
dividualaus tobulejimo s^lygos sudaromos 
siulant mokymosi ir mokymosi pasiekimij 
pripazinimo paslaugas darbo vietoje. 

4. Mokymosi vertinimas kaip mokymosi 
visq gyvenimq modelis 


suppliers of all or part of the services. Devel- 
opment is provided by offering customized 
forms of both formal learning and informal 
learning. 

3. Valuing Learning as model for upgrad- 
ing competences within any structured context: 
the HRD model 

In this model Valuing Learning is aiming 
primarily at the validation of competences 
(provision of diplomas, qualifications or par- 
tial certificates) outside the context of VET/ 
HE. 

People acquire competences that cannot 
always be related to existing VET/HE-qual- 
ifications in a variety of ways, in formal and 
informal learning and/or in work situations. 
Sectoral training institutes, company schools 
and voluntary organizations with a high pro- 
fessional content (sports associations etc.) are 
examples of organisations (or providers) that 
work with validation of competences based 
on other standards. 

The aim of Valuing Learning in this mod- 
el is to upgrade individuals within their spe- 
cific context in order to keep them employ- 
able and provide them with concrete career 
opportunities. The provider supplies a good 
quality product: certificates and diplomas for 
competences acquired elsewhere. Personal 
development is offered by providing valida- 
tion and learning at the workplace. 

4. Valuing Learning as model for lifelong 
learning 

The fourth model may be viewed as the 
integrated model within which the other 
three spheres are subsumed. ‘Lifelong learn- 
ing’ outlines the situation of members of our 
society who are engaged in a process of self- 
development in line with their own devel- 
opment requirements on the one hand and 
the demands of their environment on the 
other. This model shows the learning indi- 
vidual who is developing himself or herself 
continuously and in that process makes use 
of the facilities provided for the valuing the 
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Ketvirtasis modelis gali buti apibudintas 
kaip integruotas trijij pirmqjq modelii} varian- 
tas. Mokymasis visq gyvenimq bendrais bruo- 
zais nusako padetj musq visuomenes nariq, 
dalyvaujanciq savys tobulinimo procese tam, 
kad patenkintp individualius tobulejimo po- 
reikius ir aplinkos keliamus reikalavimus. Sis 
modelis apibudina besimokantj asmenj, kuris 
nuolat uzsiima sa\ys tobulinimu ir pasinaudo- 
ja sio proceso metu suteiktomis galimybemis 
jvertinti naujai jgytas asmenines ir profesines 
kompetencijas. Siuo modeliu asmuo gali pa- 
sinaudoti noredamas pademonstruoti savo 
galimybes darbq siulancioms ar kita bendra- 
darbiavimu pagrjsta veikla uzsiimancioms 
organizacijoms. 

Daugyby sio modelio realizavimo formp 
siulo jo teikejai (darbdaviai, kvalifikuotq kadrij 
aukstesnes grandies vadovq pareigoms uzimti 
ieskotojai, jsidarbinimo galimybiq klausimais 
konsultuojancios jstaigos), kurie instruktuoja 
asmenis individualiq pasiekimq aplanko su- 
darymo klausimais. Jei to reikia, kompetencijp 
pripazinimo funkcijq atlieka mokytojai arba 
mokymosi konsultantai. 

Budingas sio modelio bruozas yra tai, kad 
pats kompetencijos pripazinimo siekiantis as- 
muo apibrezia tobulejimo programos turini 
ir kontroliuoja jos jgyvendinimp. Institucijos 
sudaro splygas ir siulo pagalbp, o ne teikia 
nurodymus. 

3 

MOKYMOSI VERTINIMO PAVYZDZIAI 

Puikus mokymosi vertinimo siekiant patvirtin- 
ti kvalifikacijp ir daryti jtakp profesinei karje- 
rai pavyzdys gali buti statybp verslo sektoriuje 
pritaikytas ZIP modelis. Nuo 2006 m. liepos 
menesio tiek darbdavip, tiek darbuotojp kar- 
jeros kryptys numatomos kolektyvineje darbo 
sutartyje. Siame procese dalyvauja 130 000 
statybp ir 65 000 administracijos darbuotojp. 
Sie darbuotojai zino apie profesines karjeros 


competences that he or she has acquired per- 
sonally or professionally. He/she might also 
use them to make it clear what he or she has 
to offer to employment organizations and 
other collaborative efforts. 

The many forms in which this model 
emerges are offered by providers (employ- 
ment organizations, head-hunters for senior 
posts, employability coaching) who guide in- 
dividuals in the development of their portfo- 
lios. Where necessary, teachers and trainers 
act to certify competences. 

The characteristic feature is that the de- 
velopment programme is determined and 
controlled by the person in question. While 
institutions facilitate and provide support, 
they do not set the direction. 

3 

EXAMPLES OFVALUING LEARNING 

The construction sector offers a good example 
of the HRD model in which Valuing Learn- 
ing aims at both qualification and career ef- 
fects. Since July 2006, the Collective Labour 
Agreement has provided a career track for 
employers and employees. The participants 
are some 130,000 construction personnel and 
65,000 office positions. These employees are 
informed of their career opportunities within 
the sector. The most important goal is getting 
the right employee into the right place, and 
in so doing, to keep ambitious employees in 
the sector, prevent attrition due to disability 
and promote reintegration. Each track is in- 
dividual, custom work, and requires effort 
on the part of all parties involved. A collec- 
tive determination is made of what focus on 
other work is required, what tests are called 
for and what education/training is the most 
appropriate. A consensus is also obtained on 
the arrangements on the time commitment 
and financing of the process (Loopbaantra- 
ject Bouw, 2006). 
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statybi} sektoriuje galimybes. Pagrindinis mo- 
kymosi vertinimo tikslas yra surasti tinkamiau- 
siq darbuotojq konkreciai darbo vietai ir tokiu 
budu islaikyti ambicingus darbuotojus, uzkirs- 
ti kelicj trinciai, atsirandanciai del darbuotojij 
nesugebejimo tinkamai adikti darky ir suda- 
ryti sqlygas pakartotinei integracijai j profesin^ 
veiklq. Kiekvienam mokymosi pasiekimij jver- 
tinimo siekianciam asmeniui paruosiamas in- 
dividualus, visq siame procese dalyvaujanciq 
suinteresuotq pusiq pastangij reikalauj antis 
veiklos planas. Kartu nusprendziama, kas yra 
svarbiausia kitoje (naujoje) darbo vietoje, ko- 
kius testus reikia atlikti ir kokie mokymai yra 
tinkamiausi. Bendro susitarimo reikalas yra ir 
piano jgyvendinimo terminai bei proceso fi- 
nansavimas (Loopbaantraject Bouw, 2006). 

Projektas „Paslepti talentai“, kuris buvo 
jgyvendintas Roterdame, Olandijoje (VPL2-si- 
tuadjos analizes, 2006), yra puikus tobulejimo 
modelio pritaikymo pavyzdys. „Mums nejdo- 
mu, kq mes jau zinome apie kazkieno gebeji- 
mus. Tikrasis mokymosi pagrindas yra tik dar 
nepazintp dalykq paieska." Sis teiginys apibudi- 
na projekto „Paslepti talentai" dalyviq profesinj 
tobulejimq tarn tikroje mokymo/si kryptyje. 

Aptariamas projektas buvo skirtas 23 
meti} ir vyresniems zmonems, kurie daugiau 
nei vienerius metus neturejo mokamo darbo 
arba dirbo nepastovius, menkij igudzip rei- 
kalaujancius arba dotuojamus darbus. Sj pro- 
jektp pradejo regioninis svietimo skyrius, nes 
jo darbuotojai zinojo, kad tokie zmones, nors 
ir turedami pakankamai jgudzip, sunkiai ga- 
ledavo susirasti nuolatinj darbp 

Vienas is gal imp paaiskinimp yra tai, kad 
sie zmones del vienp ar kitp priezascip nejgi- 
jo pirminio profesinio issilavinimo. Daugelis 
jp neturejo netgi pradinio issilavinimo. Taigi 
jie neturejo issilavinimo bazes, sudarancios 
galimybes tinkamai jsijungti j darbo rinkp. 

Siame procese taikyta procedura nela- 
bai skyresi nuo „jprastp“ kompetencijp pri- 
pazinimo procedurp. Buvo vadovaujamasi 
tuo paciu trijp etapp - pasiekimp aplankas - 


The project Hidden talents in Rotterdam, 
the Netherlands (VPL2-case studies, 2006) 
is an example of the upgrade model. “What 
someone’s abilities already are isn’t interest- 
ing. Just looking at the yet unknown is the 
real learning ground.” This is the statement 
of a training trajectory aimed at emancipat- 
ing and empowering its participants, namely 
“Hidden Talents” in Rotterdam. 

This project was intended for people of 
23 years and older that didn’t have a paid job 
for a year or more or work in irregular, low- 
skilled and subsidized jobs. The Regional Bu- 
reau for Education started the project because 
they saw that these people hardly ever could 
find a regular job while at the same time the 
necessary skills were available. 

One of the causes for this is that these 
people in one way or another were not able 
to face the learning system in compulsory 
education. Most of them never finished their 
initial education. So they didn’t have a start- 
ing qualification with which they would 
have been able to enter the labour market 
properly. 

The procedure itself doesn’t differ so 
much from ordinary’ validation-proce- 
dures; that means always following the trip- 
tych of portfolio - assessment - personal 
development plan. The crucial difference, 
and probably also the key for its success, 
is the attention to individual guidance and 
the support they get from each other, their 
colleagues’. 

The result was that in 2003-2004 as 
many as 64 men went through the valida- 
tion-procedure. Together they got approxi- 
mately 200 exemptions for courses they 
failed when they were in initial education 
or dropped out. Several of them could fin- 
ish their professional training in less than 
a year instead of the normal two to three 
years they would otherwise have to under- 
go. Above all, the education they now got 
was tailor made, i.e. content and form were 
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vertinimas - asmeninio tobulejimo planas - 
principu. Pagrindinis ir tikriausiai sekm§ le- 
m^s skirtumas buvo demesys individualiam 
konsultavimui profesines karjeros klausimais 
ir ta pagalba, kurios sio proceso dalyviai susi- 
lauke is savo kolegij, t. y. vienas is kito. 

2003-2004 m. kompetencijq pripazinimo 
procese dalyvavo 64 vyrai. Visi kartu jie studi- 
javo apie 200 pirminio profesinio issilavinimo 
kursp, kuriuos jie kazkada nesugebejo uzbaig- 
ti arba is kuriq buvo pasalinti. Keletas jq suge- 
bejo uzbaigti dvejus ar trejus metus trunkan- 
cias studijas profesinei kvalifikacijai gauti per 
vienerius metus. Be to, jiems suteiktas issilavi- 
nimas buvo individualizuotas, t. y., tiek jo tu- 
rinys, tiek forma buvo taikoma individualiam 
poziuriui j mokympsi. Tolimesnis sio projekto 
tikslas - remiantis pirminio profesinio rengi- 
mo sistema, parengti siame procese dalyvavu- 
sius zmones jsilieti j aukstesniojo profesinio 
rengimo pakopp. Taigi si tiksline grupe is ti- 
krpjp susidurs su besimokancios visuomenes 
poreikiais. Jp jsidarbinimo galimybes yra pa- 
remtos tinkanciu jiems mokymusi: mokymu- 
si, kuris vyksta neformaliuoju budu taikant 
jau turimas kompetencijas jiems palankioje 
mokymosi aplinkoje, jp pacip pasirinktu laiku 
ir tempu ir atitinka jp pasirengimo lygj. 

Sie pavyzdziai rodo, kad mokymosi verti- 
nimu gali pasinaudoti dideles skirtingus tiks- 
lus turincios ir skirtingiems kontekstams ats- 
tovaujancios grapes. Pagrindine kliutis taikyti 
mokymosi vertinimp yra asmens neinformuo- 
tumas siuo klausimu, o ne zinip infrastruktu- 
ra ar proceso organizavimas. Tai reiskia, kad 
splygp sudarymas asmeniui (informuotumas) 
yra pagrindinis svertas norint iki galo isnau- 
doti mokymosi vertinimo, kaip jsidarbinamu- 
mo garanto, socialinip partnerip, mokyklp ir 
institutp mokymuisi visp gyvenimp. Is pavyz- 
dzip matyti, kad viso to priezastis nera susi- 
jusi su asmeninip jgaliojimp reiksmingumu. 
Asmeniui suteikiama individuali asmenin^ 
mokymosi biografijp atitinkancio mokymosi 
ir veikimo piano sudarymo laisve. 

Rekomendacijose apie naujqji mokymqsi 
(SER, 2002) Olandijos socialine ir ekonomine 


designed to their learning-attitude. Getting 
them through upper secondary vocational 
education into higher vocational education 
is the future goal of the project. In this way, 
this target group will really be able to face 
the needs of the learning society. Their em- 
ployability is based on making learning for 
them a matter of enjoyability: learning in 
their own time, speed, level, environment 
and using their already acquired compe- 
tences through non-formal learning. 

These examples show that large groups 
from very different contexts and with dif- 
ferent objectives can use Valuing Learning. 
The bottleneck for making use of Valuing 
Learning is less the knowledge infrastruc- 
ture or organizations and more the individ- 
ual’s unfamiliarity with Valuing Learning. 
This means that it is primarily the transition 
to individual empowerment that is caus- 
ing the present underutilization of Valuing 
Learning as gateway to employability and 
lifelong learning strategies of social part- 
ners and schools/institutes. Additionally, 
the examples show that the reason for this 
does not by definition lie in authority rela- 
tionships. The individual is given adequate 
leeway to arrange a personal track with the 
individual learning biography, even if that 
lies outside the individual’s own profession- 
al column. 

In the recommendations on new learn- 
ing’ (SER 2002), the Dutch Social-Economic 
Council confirmed the need for a more open 
role on a more equal footing for the individu- 
al. It calls for a reinforcement of the position 
and responsibility of the individual on the 
post-initial education market as an impor- 
tant solution track for giving lifelong learning 
a more structural position in the knowledge 
infrastructure. In this way, the individual cre- 
ates a new balance, as animator of lifelong 
learning between the actors in the knowledge 
economy. Actual utilization of the opportuni- 
ties is the central focus. It stresses the need 
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taryba patvirtino atviresnio asmens vaidmens 
jo lygiavertiskumo pagrindu poreikj. Tai ska- 
tina asmens pozicijas ir jo atsakomybes pro- 
fesinio rengimo rinkoje sustiprinimq ir siekj, 
kad mokymosi vis;} gyvenimq strategija ziniij 
strukturoje turetq aiskiau apibreztq vietq. To- 
kiu atveju asmuo, kaip mokymosi vis;} gyve- 
nim;j proceso jkvepejas, sukuria ziniq eko- 
nomikoje nauj;} pusiausvyrq tarp jos dalyviij. 
Demesio centras yra pasinaudojimas galimy- 
bemis. Tai iskelia poreikj sukurti lygiavertis- 
kesnius santykius tarp proceso dalyviij ir tarp 
jvairiq profesines veiklos sriciq. 

4 

APIE INDIVIDUAL^ POZlQRj 

Siekiant sudaryti sqlygas ar skatinti dalyvauti 
atskirus besimokanciuosius mokymosi pasie- 
kimi} vertinimo procese, reikia tiksliai suvokti 
mokymosi vertinimo proceso esmy ir asme- 
nq vaidmenj jame. Mokymosi vertinimas yra 
integralus penkip etapp procesas (Duvekot, 
2006). Siuos penkis etapus, apimancius desimt 
pakopp, besimokantysis gali tapti proceso 
bendraautoriumi: 

• parengiamasis etapas, kurio tikslas 
yra jsipareigojimas ir asmeninip gebejimp 
jsisqmoninimas; 

• asmeninip gebejimp atpazinimas; 

• asmeninip gebejimp vertinimas ir 
pripazinimas; 

• patarimai asmeninip gebejimp tobuli- 
nimo klausimais; 

• strukturinis sio proceso jgyvendinimas 
asmens lygmenyje organizacijos politikos 
paradigmoje. 

2 lenteleje pateikiamos sios pakopos su 
joms budingais klausimais. 

Sioje lenteleje keletas elementp yra ypac 
svarbus: 

1. Mokymosi vertinimo proceso esme yra 
asmenp jsispmoninimo, kad mokytis vis;} 
gyvenim;} butina ir galima bet kuriame kon- 
tekste, didinimas. To nesuvokus, mokymasis 


for the development of relationships on a 
more equal footing between the actors, in- 
cluding initiatives for career steps across dif- 
ferent professional columns. 

4 

MOVING TOWARDS A PERSONAL 
APPROACH 

In order to facilitate or even empower indi- 
vidual learners it is necessary to have a clear 
view of the process of Valuing Learning and 
the role of these individuals in the process. 
Valuing Learning is an integral process in five 
phases (Duvekot, 2006). Together these five 
phases take ten steps in which the learning 
individual can make him/herself co-maker of 
the process: 

• the preparatory phase aiming at com- 
mitment and raising awareness of the value 
of someone’s competences, 

• the recognition of someone’s 
competences, 

• the valuation and validation of some- 
one’s competences, 

• (advice concerning the) development 
of someone’s competences 

• The structural implementation of this 
process in individually of organisationally 
steered policy. 

In Table 2 these steps are shown, includ- 
ing the relevant questions in each step. 

In the matrix a few elements are crucial: 

1. Raising awareness of the necessity 
and opportunities of lifelong learning for 
individuals in any given context is the heart 
of the process of Valuing Learning. Without 
this learning will remain school- or compa- 
ny-steered and cannot effectively be built on 
individual motivation and ambition. 

2. In Phase II the portfolio is introduced 
as the red thread in the process. After learn- 
ing targets have been set, the portfolio is de- 
signed and filled; its content is assessed and 
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2 lentele. Mokymosi vertinimo procesas 
Table 2. The process of 'Valuing Learning' 


ETAPAS 

PHASE 

PAKOPA + KLAUSIMAS 
STEP + QUESTION 

INDIVIDUALUS VEIKSMAI 
ACTION INDIVIDUAL 

I. Pasiren- 
gimas 
I. Pre-pa- 
ration 

1. Isisamonimas 

Kokieyra tobulinimosi poreikiai? 

1. Awareness 

Which necessity is there for self-investment? 

Asmens pasirengimas mokymuisi visq gyvenimq 

Asmeninii} mokymosi siekiq aprasas 

jgytq gebejimq analize 

Being accessible to lifelong learning 

Inventory of personal learning wishes 

Start self-management of competences 

2. Tikslq numatymas 

Kokie mokymosi tikslai keliami? 

2. Setting targets 

Which learning targets are relevant? 

SWOT analize 

Savo mokymosi tikslq formulavimas 

SWOT-analysis 

Formulate learning targets 

II. Pripazi- 
nimas 
II. Reco- 
gnition 

3. Asmeninio apraso sudarymas 

Kaip issiaiskinti tarn tikrq kompetencijq poreikj? 

3. Setting a personal profile 

How to determine the need for competences? 

Asmeninio apraso parengimas 

Pasiekimq aplanko (porfolio) strukturos 

pasirinkimas 

Writing personal profile 

Choosing a portfolio-format 

4. Retrospektyva 

Kaip aprasyti ir dokumentuoti ankstesnio moky- 
mosi pasiekimus? 

4. Retrospection 

How to describe and document learning outco- 
mes/prior learning? 

Pasiekimt} aplanko (porfolio) pildymas 

Konsultacijos, jeigu to reikia, aplanko sudarymo 

klausimais 

Filling in a portfolio 

If needed, portfolio-guidance 

III. Verti- 
nimas ir 
jteisinimas 
III. Valu- 
ation & 
Validation 

5. Standarti} nustatymas 

Koks standartas atitinka iskeltq tikslq? 

5. Standardsetting 

What is the relevant standard related to the 
targets? 

Standarto pasirinkimas 
Sav^s vertinimas 

Karjeros galimybiq numatymas ir atranka 

Choosing a standard 

Self-assessment 

Inventory of career-opportunities 

6. Vertinimas 

Kaip siekti vertinimo? 

6. Valuation 

How to get valuated? 

Pasiekimt} aplanko vertinimas; konsultacijq 
pazymejimq suteikimo ir karjeros galimybhj 
klausimais gavimas 

Valuation of the portfolio; getting advice on certi- 
fication- and careeropportunities 

7. Jteisinimas 

Kaip vyksta patvirtinimas? 

7. Validation 

How to get validated? 

Pasinaudojimas konsultacijomis del pazymejimq 
suteikimo ir del jq gavimo. 

Turning the certification-advice into proper 
certification 

IV. Tobuli- 
nimasis 
IV Deve- 
lopment 

8. Numatymas 

Kaip sukurti asmeninio tobulejimo planq (ATP)? 

8. Prospection 

How to set up a personal development plan (PDP)? 

ATP sudarymas pasinaudojant konsultacijq profe- 
sines karjeros klausimais turiniu 
Mokymosi, kurj galima ismatuoti, sukurimas 
Turning the careeradvice into a PDP 
Arranging learning-made-to-measure 

9. ATP jgyvendinimas 

Mokymosi tikslq jgyvendinimas 

9. Implementing a PDP 

Working om learning targets. 

ATP jgyvendinimas 
Execute PDP 

V jgyven- 
dinimas 
V Imple- 
mentation 

Strukturinis jgyvendinimas ir jgalinimas 

Kaip sekesi? Jeigugerai, kaip pritaikyti AMV 
elementq mokymosi visq gyvenimq strategy oje? 

Structural implementation & empowerment 

How did it go? If ok, how to embed VPL structu- 
ral in a personal lifelong learning strategy? 

Proceso jvertinimas 

Pasiekimq aplanko prieziura ir pildymas 

Evaluation of the process 
Maintaining portfolio-documentation 


Informacijos saltinis / Source: Duvekot, 2006. 
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ir toliau isliks mokyklos ar kompanijos val- 
domu procesu, kuriame negalima efektyviai 
remtis asmens motyvacija ir ambicijomis. 

2. II etape pristatomas pasiekinuj aplan- 
kas, kuris tarsi vientisa gija susieja visq proce- 
ss Numacius mokymosi tikslus, sudaromas 
ir uzpildomas pasiekinuj aplankas; jverti- 
namas jo turinys ir jtraukiami pasiulymai 
galimos kvalifikacijos ir profesines karjeros 
klausimais; pasiekimq aplankas papildomas 
ismatuojamais mokymosi pasiekimais, o jj 
baigiant numatoma naujo proceso su naujais 
mokymosi tikslais pradzia. Pasiekinuj aplan- 
kas, viena vertus, yra individualaus moky- 
mosi proceso pradzia ir/arba pabaiga. Kita 
vertus, bet kuri pabaiga yra naujo mokymosi 
proceso pradzia. Tai butij galima pavadinti 
pasiekinuj aplanko cikliniu procesu. 

3. Ill etape ypac svarbus elementas yra jsi- 
vertinimas, nes be jo asmuo tik is dalies gali 
buti asmeninio tobulejimo planavimo proce- 
so kureju. 

Tokios rusies jsivertinimui pasitelkiamos 
jvairios priemones, pavyzdziui, sveicariskoji 
CH-Q priemone (CH-Q = Schweizer Qualifi- 
cationsbuch; Schuur, et al, 2003). Tai integrali 
ankstesnio mokymosi vertinimo sistema. J;j 
sudaro nemazai ivairiij paslaugij: pasiekiimj 
aplankas, (savqs) vertinimas, karjeros pla- 
navimas, veiklos planavimas, kokybes kon- 
trole ir sias paslaugas atitinkancios mokymo 
programos. 

Pagrindinis tokiij priemoniij naudojimo 
tikslas - asmeninis tobulejimas ir profesines 
karjeros planavimas, o tai sudaro asmens lanks- 
tumo bei mobilumo jsiliejant arba jau veikiant 
darbo rinkoje, scjlygas. Tokiomis priemonemis 
sukuriama pridetine verte, nes sios priemones 
suaktyvina atsakomyb^ uz individualios ir gru- 
pines veiklos rezultatus siais budais: 

• padeda pagrind^ tikslingam profesines 
veiklos ir asmeninio profesinio tobulejimo 
planavimui; 

• skatina asmeninj tobulejinuj; 

• suteikia pagalbcj asmens suplanuoto 
mokymosi ir veiklos procese; 


an advice is added on possible qualification- 
and career-opportunities; enriched by learn- 
ing-made-to-measure and finally, the starting 
point of a new process in which new learning 
targets can be formulated. The portfolio, so 
to say, is on the one hand both the starting as 
well as the end point of the individual learn- 
ing process. On the other hand any end point 
is again the starting point of a new learning 
process. This might be called a portfolio-loop. 

3. In Phase III Self-assessment is the 
crucial element because without this a person 
can only partially become co-maker of his/ 
her personal development. 

There are different instruments avail- 
able for this kind of self-assessment, for in- 
stance the Swiss CH-Q instruments (CH-Q = 
Schweizer Qualificationsbuch; Schuur, et al, 
2003 ). It is an integral system for valuing pri- 
or learning. It consists of a broad package of 
services: portfolio, (self-) assessment, career- 
planning, action-planning, quality- control 
and accompanying training programmes. 

In general tools like CH-Q aim at person- 
al development or career-planning in train- 
ing and profession and/or creating flexibility 
and mobility of the individual learner to and 
on the labour-market. They create added val- 
ue by revitalising individual responsibility or 
co-makership by: 

• providing the basis for a goal-directed 
development and career-planning, 

• the stimulation of personal deve- 
lopment, 

• the support of self managed learning 
and acting, 

• stimulating young and adults to docu- 
ment continuously their professional - and 
personal development. 

4. The role of the assessor is vital for 
starting up personal development in any 
kind of form. Reliable assessment is the 
matchmaker between a portfolio, includ- 
ing a personal action plan, and the specific 
development steps advised by the assessor. 
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• skatina j aunimq ir suaugusiuosius nuo - 
lat dokumentuoti savo asmeninio ir profesi- 
nio tobulejimo faktus. 

4. Kalbant apie asmeninio tobulejimo 
proceso pradziq, nesvarbu kokia proceso for- 
ma pasirenkama, lemiamq vaidmenj atlieka 
vertintojas. Patikimas vertinimas yra tarsi pa- 
siekiimj aplanko (cia jeina ir asmeninis tobu- 
lejimo planas) ir vertintojo pateiktij specifiniq 
tobulejimo veiksmq „pirslybos“. Bet kuriame 
mokymosi vertinimo modelyje vertinimas 
apima tris funkcijas: (1) apibudina pasiekinuj 
lygmens reikalavimus, (2) patikimai ismatuoja 
pasiekimus, (3) suorganizuoja kainos atzvilgiu 
efektyvq vertinimq. 

Siame placiame kontekste vertinimas yra 
sprendimas apie tikslingai pateiktus jrody- 
mus; del to jis laikomas ismatavimo veiksmu. 
Vertinimui atlikti butini du dalykai: jrodymai 
ir vertinimo skale (Ecclestone, 1994). Jrody- 
mai pateikiami kandidato pasiekimq aplanke 
(arba pademonstruojami). Standartas, kurio 
siekiama, tiesiogiai susij^s su specifiniais kan- 
didato uzdaviniais. Tai dar labiau jpareigoja 
vertintojo kadangi jis, budamas sios srities 
profesionalas, individualizuoto vertinimo ir 
jvertinimo metu turi buti labai lankstus siek- 
damas jgyvendinti keletcj uzdaviniq. Be to, sis 
profesionalas turetij gebeti naudoti dialogu 
paremtas vertinimo formas, o suteikti patari- 
mai turetij buti paskata tolimesniems asmeni- 
nio tobulejimo veiksmams. 

Vertintojo vaidmuo priklauso nuo verti- 
nimo uzdaviniq, kurie gali buti labai skirtin- 
gi. Jeigu siekiama formalaus (pazymejimus ar 
kitas privilegijas suteikiancio) tarn tikrij akre- 
dituoti} mokymo prograimj kompetencijq 
pripazinimo, tai siame procese turi dalyvauti 
reikalavimus atitinkantys vertintojai is sias 
akredituotas programas jgyvendinanciq insti- 
tuciji}. Jeigu kompetencijq pripazinimo siekia- 
ma kompanijos ar institucijos lygmenyje arba 
del asmeninio noro, siame procese institucijos, 
kurios isduoda tas kompetencijas patvirtinan- 
cius pazymejimus, neprivalo dalyvauti. Tokiu 


In any given model for Valuing Learning an 
assessment-policy has three functions: (1) 
raising levels of achievement, (2) measuring 
this achievement reliably and (3) organising 
the assessment cost-effectively. 

Assessment in this broad context is the 
judgement of evidence submitted for a specif- 
ic purpose; it is therefore an act of measure- 
ment. It requires two things: evidence and a 
standard scale. (Ecclestone, 1994). Evidence 
is provided with the portfolio (or showcase) 
of the candidate. The standard that will be 
met, depends on the specific objective of the 
candidate. This means that the role of the as- 
sessor is all the more crucial because this pro- 
fessional has to be very flexible in being able 
to meet the many objectives to give a custom- 
oriented validation and/or valuation. On top 
of that the professional should be able to use 
especially dialogue-based assessment forms. 
On the basis of the advice of such an assessor 
further steps for personal development will 
be set in motion. 

The choice of a certain assessor role 
therefore largely depends on the objective 
of the assessment, which can vary greatly. 
Assessments for formal recognition of com- 
petences with certificates or exemptions for 
accredited training programmes demand the 
involvement of an assessor from an institu- 
tion offering competence-based accredita- 
tion and adequate measures to guarantee 
the quality of the assessor. Assessments for 
accrediting competences at the company or 
institution level or merely to acquire insight 
into someone’s competences do not require 
the involvement of an institution offering 
competence-based certification. In these 
cases, the assessor is also often a colleague, 
supervisor or the individual himself. 

In order to guarantee good quality’ 
of the assessor on the one hand and pre- 
vent a new qualitycontrol-bureaucracy 
on the other hand, it is recommended to 
formulate a quality-light’ procedure for 
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atveju vertintojo funkcijq daznai atlieka kolega, 
vadovas arba pats vertinamasis. 

Siekiant garantuoti tinkamq vertintojo pa- 
sirengimq ir uzkirsti kelig naujiems biurokra- 
tines kontroles procesams, rekomenduojama 
parengti pripazinimo procedure} „kokybes 
patikrinimo" procedure. Kokybes patikrinimo 
procedures privalumas yra tas, kad sis procesas 
yra ekonomiskas ir todel prieinamas visiems 
kandidatams. Organizuoti kokybes patikrini- 
m;} reiketq taip: 

• kiekvienas vertintojas visq pirma pa- 
ruosia savo asmeninii} pasiekimi} aplankq ir 
veiksmi} plane}; tik po to galima pretenduoti 
dalyvauti vertintoji} mokymuose, 

• turetij buti profesionaliai sudarytas ver- 
tintoji} kompeteneijas ir profesionalumq pa- 
tvirtinanciq duomeni} bankas, 

• kas dvejus metus vykstanti vertintojo 
akreditaeija turetq uztikrinti jij kvalifikaeijos 
atnaujinimq ir tobulinimq, atliekamo darbo 
kokybij; siq akreditaeija gaiety atlikti oficiali 
trisale nacionaline agentura (valdzios jstaigos 
ir socialiniai partneriai), 

• vertintojo veiklos kokyb^ lemia atitiki- 
mas vertintojo standartui; sis standartas buvo 
kuriamas daugelio Europos Sqjungos finan- 
suojamo projekto metu ir jau yra parengtas; 
truksta tik bendros strukturos ir nuorodo, kaip 
naudoti nacionaliniame lygmenyje kiekvienoje 
ES salyje. 

5. Tinkamas ivertinimas ir grjztamoji in- 

formaeija reikalinga tarn, kad sis procesas taptq 
asmeninio elgesio dalimi. 

ISVADOS 

Akivaizdu, kad norint suzinoti, kaip pripa- 
zinimo proceso taikymas veikia konkrecioje 
situaeijoje, reikia atlikti issamesnius tyrimus. 
Tinkami tokio tyrimp klausimai buto: kaip 
suaktyvinti visp mokymosi trikampio dalyvip 
veiksmus; kurios problemos ir ambieijos gali 
buti skaidrinamos; kas ir uz kuri§ mokymosi 


Validation-procedures. A further advan- 
tage of a quality-light’ procedure is that it is 
highly cost-effective and therefore very ac- 
cessible to candidates. Possibilities for orga- 
nising ‘quality-light’ are: 

• any assessor should first design and fill 
in his/her own portfolio and personal action- 
plan; only then they can be given entrance to 
assessor-trainings, 

• a professional register for assessors 
should guarantee their competences and pro- 
fessionalism, 

• every two-year a new accreditation 
for assessors should guarantee their profes- 
sionalism by making sure they are updating 
and upgrading, and therefore maintaining 
their quality. This accreditation could be 
carried out by an official national agency, 
governed tripartite (authorities and social 
partners), 

• quality of assessors implies being able 
to refer to a standard for assessors: this stand- 
ard is developed in many EU-projects and 
already available; it only needs a European 
frame and national application. 

5. Proper evaluation and feedback finally 
is necessary to structurally embed the process 
into personal behaviour. 

CONCLUSIONS 

It’s evident that more research is needed to 
make clear how the practical use of Validation 
is developing. Relevant questions are: how to 
activate the learning triangle by stimulating 
all actors? which problems and which ambi- 
tions can be made transparant? who is respon- 
sible for which step in the process of Valuing 
Learning? which learning-demand is relevant 
and with which intended learning outcome? 
how does lifelong learning refer to the gen- 
eral framework that authorities and social 
partners are maintaining? which changes are 
necessary to create a flexible learning based 


Ruud DUVEKOT 
jVAIRIOS MOKYMOSI VERTINIMO PERSPEKTYVOS 
THE MANY PERSPECTIVES OFVALUING LEARNING 91 


vertinimo proceso pakopq atsako; kokie mo- 
kymosi poreikiai ir juos atitinkantys moky- 
mosi rezultatai yra tinkami; kaip mokymosi 
vis;j gyvenimq strategija susijusi su socialiniij 
partnerii} ir valdzios kartu numatyta struktu- 
ra; kg reikia pakeisti norint sukurti lankscias, 
mokymosi vertinimo principu pagr jstas moky- 
mosi sglygas; be to, ar uz savo veiklg atsakantis 
besimokantis asmuo - naujas mokymosi sfe- 
ros veikiantysis asmuo - yra pagrindinis nau- 
jos kompetencijomis pagrjstos ir j rezultatus 
orientuotos mokymosi paradigmos atstovas. 

Ieskant atsakynuj j siuos klausimus reikia: 

• Sudaryti sglygas kiekvienam besimo- 
kanciajam naudojantis savo pasiekimij aplanku 
tapti bendro proceso dalininku. 

• Susieti sias pozicijas su aiskiai darb- 
davip issakytu poreikiu tobulinti tarn tikrus 
gebejimus. 

• Pagrindinj demesj skirti mokymosi pa- 
siekimams, o ne jdetoms pastangoms. 

• Visas pripazinimo procesas turi buti pa- 
grjstas pasiekimi} aplanko panaudojimu, t. y. 
svarbiausias demesys turi buti skiriamas akre- 
ditacijos ir vystymo procesams. 

• Kompetencijij sistemos (diplonuj stan- 
dartai bei kompetencijij valdymas) tarpusavyje 
turi buti susijusios, kad asmuo galetij rinktis 
kur, kaip ir del kurios priezasties jam reikia 
praturtinti savo pasiekimij aplankij. 

• Mokymosi visg gyvenimg tikslas turi 
buti susietas su mokymosi trikampio skati- 
nimu: asmuo (pasiekimij aplanko kurimas), 
organizacija (j kompetencijas orientuotas 
zmogiskijjij istekliij valdymas) ir svietimas (pa- 
matuojamas mokymasis). 

Gavus atsakymus j siuos klausimus, ga- 
lima susidaryti aiskesnj vaizdg apie keturiij 
mokymosi visg gyvenimg aktyvinimo modeliij 
naudg: 

• Mokymosi vertinimas kaip svietimo 
modelis tam tikrai kvalifikacijai jgyti. 

• Mokymosi vertinimas, kaip tobulejimo 
modelis, leidziantis issiaiskinti organizacijos 
mokymosi poreikius bei atskleisti asmens mo- 
kymosi potencialg. 


on Valuing Learning as a guiding principle? 
and - above all - is the self-steering learn- 
ing individual as a new actor in the learning 
arena the main exponent of the new learn- 
ing paradigm that is competence-based and 
learningoutcome-oriented? 

In answering these questions the general 
focus should be on: 

• Put the individual learner with her/his 
portfolio in the position of co-makership, 

• Connect this co-makership with the 
demand articulation of the employer for 
competence-development, 

• Focus on learning outcomes instead of 
learning-input, 

• The total validation-process is port- 
folio-based; i.e. focused on accreditation 
development, 

• Competence-systems (diploma-stand- 
ards & competence -management) must be 
linked in order for the individual to take a 
pick where, how and why to enrich one’s 
portfolio, 

• Lifelong learning is about stimulating 
the learning triangle: individual (portfolio- 
build up), organisation (competence-based 
Human Resource Management) and educa- 
tion (learning-made-to-measure). 

The answers can give a more transparent 
image of the usefulness of the four models for 
activating lifelong learning: 

• Valuing Learning as an educa- 
tional model for initiating a particular 
qualification; 

• Valuing Learning as an upgrade model 
for determining an organisations educational 
and training needs and the individual’s learn- 
ing potential; 

• Valuing Learning as a HRD model for 
matching employees’ competences to organi- 
sational aims; 

• Valuing Learning as a lifelong learning 
model for supporting personal development. 

More knowledge in the actual use of vali- 
dation is needed in order to adapt, develop or 
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• Mokymosi vertinimas, kaip zmogiskqjp 
isteklip pletros modelis, leidziantis susieti dar- 
buotojij kompetencijas su organizacijos tikslais. 

• Mokymosi vertinimas, kaip mokymosi 
vis;} gyvenim;} modelis, skatinantis asmeninj 
tobulejim;}. 

Siekiant geriau pritaikyti, tobulinti ir su- 
stiprinti pripazinimo tarnybi} veikl^, reikia 
daugiau ziniij apie faktinj pripazinimo sistemij 
panaudojim;}; ypac tais atvejais, kai akivaizdu, 
kad pripazinimo procesas apima visus moky- 
mosi vis;}, gyvenim;} strategics dalininkus! Ar- 
timiausi tikslai butij: 

• didinti besimokancio asmens informuo- 
tum;j, siulant jam/jai kursus apie savo kompe- 
tenciji} valdym;} ir pasiekiimj aplanko kurim;}; 

• padeti organizacijoms tiksliai jvardyti 
tarn tikrp kompetenciji} poreikj ir pasinaudoti 
sia informacija aktyvinant kompetenciji} val- 
dymo process 

• susieti jvardyt^ kompetenciji} poreikj 
darbo rinkoje su jau esama svietimo sektoriaus 
pasiula; 

• paruosti ir siulyti naujus ismatuojamo 
vystymo planus, kurie labiau atitiktp poreikius, 
diktuojamus vienoje is modelip perspektyvij. 

Apibendrinant tai, kas pasakyta, galima 
teigti, kad jsipareigojimai yra pagrindine mo- 
kymosi vertinimo prielaida, galinti pakeisti 
formaliosios mokymosi sistemos „vaizd;}“. jsi- 
pareigojimai reiskia, kad kiekvienas proce- 
so dalyvis bet kuriame mokymosi vertinimo 
modelyje prisiima ir savo atsakomybes dalj. 
Svietimo sektoriui, kurio veikla labiau pagrjs- 
ta pasiula nei paklausa, tai nebus labai lengvas 
procesas. Kompetencijomis pagrjstas moky- 
masis ir mokymosi vertinimas leis ir vel pajusti 
mokymosi dziaugsm;}, nepaisant to, kokioje 
aplinkoje - formaliojoje ar neformaliojoje - jis 
vyksta. Del to dideja besimokanciijji} motyva- 
cija. Siuo atveju taip pat suaktyvinama bei ins- 
piruojama mokytoji} ir mokyklij veikla. Taigi 
galima teigti, kad mokymasis yra ne tik gali- 
mybes jsidarbinti garantas, bet ir malonumas! 


strengthen the necessary validation-services; 
for, so much is clear now, validation connects 
all stakeholders in lifelong learning strate- 
gies! Short-terms goals are: 

• Stimulating the awareness of the learn- 
ing individual by offering courses in self- 
management of competences & portfolio- 
build up, 

• Helping organizations to articulate their 
need for competences and embed this need in 
pro-active comp etence -management, 

• Making a match between the already 
articulated demand for competences on the 
labour market and the already developed sup- 
ply of competences in education/training, 

• Preparing the development of new 
supply of learning-made-to-measure in order 
to make better matches with the learning-de- 
mand deriving from one of the perspectives 
of the models. 

To conclude, commitment is the most es- 
sential precondition for making use of Valu- 
ing Learning and thereby changing the ‘looks’ 
of the formal learning system. Commitment 
means that all parties involved will take up 
their own responsibility in any given model 
of Valuing Learning. For the education sec- 
tor, this will not be very easy since learning 
is traditionally more supply-oriented than 
demand-oriented. Competence-based learn- 
ing and Valuing Learning will however make 
learning more a matter of fun again, since 
learning will be made more to measure, com- 
bining formal and non-formal learning ir- 
respective of the learning environment. The 
motivation of the learners is therefore higher. 
For teachers and schools, this will then also 
be very stimulating and inspiring. In this 
sense one could state that learning will not 
only be a matter of employability but also of 
enjoyability! 
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